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CONTRACT AGREEMENT 
Item 1. Implementation of Agreement 
This Agreement is entered into July 1, 2004 between the Chef Executive 
Officer of the Tompkins-Seneca-Tioga Board of Cooperative Educational 
Services (hereinafter referred to as the "District Superintendent") and the 
Tompkms-Seneca-Tioga BOCES Teachers' Association (hereinafter referred to 
as the "Association"). 
It is agreed by and between the parties that any provision of this agreement 
requiring legislative action to permit its implementation by amendment of law 
or by providing the additional funds therefore, shall not become effective until 
the appropriate legislative body has given approval. 
Item 2. Recognition 
A. Nature and Terms 
The Tompkins-Seneca-Tioga Board of Cooperative Educational Services, 
having determined that the T-S-T BO CES Teachers' Association is 
supported by a majority of the employees holding professional positions, 
(excluding Non-Affiliated Stafn, recognizes that T-S-T BOCES Teachers' 
Association is the representative of such employees for the purpose of 
negotiations regarding wages, hours, and terms and conditions of 
employment, in the settlement of grievances, and for all other lawful 
purposes under the laws of the State of New York. This recognition is 
pursuant to the New York State Taylor Law, and the duration of 
recognition shall be pursuant to Section 208 of that Law. 
B. This Agreement and any mutually agreed upon Memoranda of 
Agreements shall constitute the full and complete commitments of the 
Tompkins-Seneca-Tioga BOCES to the T-S-T BOCES Teachers' 
Association. The parties acknowledge that during the negotiations 
which resulted in this Agreement, each had the unlimited right and 
opportunity to make proposals with respect to any subject or matter not 
removed by law from the area of collective negotiations, and that the 
understandings and agreements arrived a t  by the parties after the 
exercise of that right and opportunity are set forth in this Agreement. 
This Agreement may be modified only by the voluntary consent of both 
parties, subject to ratification by the Board of Cooperative Educational 
Services and the Association. 
C. Except as delineated by this Agreement, all functions of management 
shall remain with the administration and the Tompkins-Seneca-Tioga 
Board of Cooperative Educational Services. These management rights 
will not impede implementation of the Par t  100.11 Regulations of the 
Commissioner related to shared decision making. 
Item 3. Agency Shop Fee 
The Association will not& the District Superintendent by November 1 
of each year of its intent to continue any legally required Agency Shop 
Fee for individuals covered by this Agreement who choose not to join the 
Association. 
Item 4. Definitions 
C. 
Item 5 .  
A. 
"Chief Executive Officer" 
The District Superintendent of Schools. 
"Teacher" 
Professional staff who are required to holda  license or certificate 
recognized by the State of New York for their position, who have direct 
contact with students, and who provide services to students in the form 
of classroom instruction, therapy, counseling, or training shall be 
deemed bargaining unit members. Also, the word "teacher" in this 
Agreement is used interchangeably with and means the same a s  
"bargaining unit member". 
Only interpreters hired prior to July 1, 2004 will be construed as  
members of this bargaining unit. 
"Negotiating Unit" 
Those professional staff covered by the terms and conditions of this 
Agreement. 
Procedures for Conducting Negotiations 
Opening Negotiations 
Upon a request from either party for a meeting to open negotiations, a 
mutually acceptable meeting date shall be set on or before the 31st day 
of January immediately preceding the expiration date of the current 
-
Agreement. 
Exchange of Information 
Both parties shall, upon request, furnish each other with copies of 
available information pertinent to the issue(s) under consideration. It  is 
expected that due rights of confidentiality and legality will be adhered 
to. 
The parties may call upon consultants to assist in preparing for 
negotiations and to advise them during conference sessions. The 
expense of such consultants shall be borne by the party requesting them. 
Item 6. 
Reaching Agreement 
When consensus is reached on an  item under discussion, the proposed 
wording should be stated in writing, initialed by the parties, and 
submitted for appropriate ratifications when negotiations are completed. 
Following ratification, the full written Agreement shall be signed by the 
President of the Association, and by the District Superintendent of 
Schools acting as Chef Executive Officer for the Board of Cooperative 
Educational Services. 
Health and Dental Benefits 
Effective July 1, 1995, the Board of Cooperative Educational Services 
wdl provide health benefit coverage for bargaining unit staff employed 
half-time or more, under the T-S-T BOCES Health Benefits Cooperative 
Fund, (Blue Crossll3lue Shield Premium Credit Plan or its equivalent), 
and a t  the following contributory rates: 
Familv Plan Individual Individual 
(Hired Before 7/1/01) (Hired After 7/1/01) 
Teacher . . .25% Teacher ... 10% Teacher ... 25% 
District .... 75% District .... 90% District .... 75% 
Bargaining unit members employed half-time or more shall be entitled 
to the same contributory rate and coverage for health benefits as  full- 
time bargaining unit members. They shall also have identical benefits 
to full-time bargaining unit members a t  time of retirement. For 
bargaining unit members employed less than half-time, the BOCES 
contribution will be a percentage of the total premium equal to the 
percentage of time employed. 
The Board of Cooperative Educational Services will provide a 15% Co- 
Pay drug prescription rider, with a $0 Co-Pay for generic drugs. The 
deductible levels for major medical expenses will be $100 for individual 
coverage, $200 for a family of two, and $300 for a family of three (3) 
persons or more. 
When a bargaining unit member resigns a t  the end of the school year, 
health insurance benefits will continue for 60 days a t  the same rate of 
contribution unless canceled in writing by the bargaining unit member. 
If the resignation is during the school year, premium contributions by 
the BOCES and benefits cease a t  the end of the month of resignation. 
Dental benefits will be available for bargaining unit members a t  the 
same rates of contribution as for health benefits. The plan will be the 
T-S-T BOCES Self-Funded Dental Plan, or equivalent, including the 
student rider. 
C. A Flex-Benefit Plan is available. 
D. The BOCES reserves the right to add a Managed Care (HMO) option as 
a n  alternative health benefit. 
An employee on unpaid leave of absence who works less than one-half of 
the workdays in any monthk) must pay the full health and dental 
benefit premiums except for circumstances covered by the Family and 
Medical Leave Act of 1993. If a 10-month employee takes a leave of 
absence during one school year, BOCES will pay its normal share of 
health insurance premiums for the months of July and August. If the 
leave includes any part of June and any part  of the following September, 
the employee is responsible for the entire health insurance premium for 
July and August, unless provisions of the Family and Medical Leave Act 
apply. 
F. Both parties agree that  the cost of health and dental benefits was a 
factor in  determining the final negotiated Agreement. 
Item 7. Leaves of Absence 
A. Short-term Absence 
The primary obligation of a teacher is to teach. That can only be 
accomplished successfully with regular and energetic attendance. 
Genuine emergencies involving a personal need, of the illness or death of 
immediate family, and of personal illness are protected by the short- 
term leaves of Leave Days. None of these emergency leaves is an  
entitlement, and none should be taken without a genuine, verifiable 
reason. 
Available Leave Days 
a.  12.5 paid Leave Days are available during the year. For staff 
employed less than full-time, Leave Days are prorated a t  the 
percentage of time worked. These days may be used for the 
following reasons: 
- Inability to work because of personal illness, iniurv, or 
auarantine at home by order of a qualified physician. 
- Family illness and/or death. Family is a relative or person 
who shares the staff member's residence at the time of illness 
or death. 
-Observance of religious holidavs. Leave Days for religious 
observance are deducted from Leave Day accumulations, 
and may not be claimed for payment a t  the end of the year or 
a t  time of retirement. They do not, however, jeopardize 
achieving the eligibhty standards for either the end -of-year 
retirement awards that are based on attendance (see Item 7. 
A.1.h. and Item 22 C.1.). 
- Personal business. which is non-recreational, and cannot be 
used for other employment, and cannot be conducted a t  a 
time other than during a workday. 
- Ado~t ion  leave not to exceed a maximum of 10 consecutive 
days. 
- Paternity leave not to exceed a maximum of 10 consecutive 
days. (Additional adoption or paternity leave days may be 
taken for extenuating circumstances only upon written 
request to, and written approval by the District 
Superintendent.) 
b. Leave Days may accumulate to a maximum of 250 days. 
c. The 12.5 Leave days are available a t  the beginning of the 
school year. If employment terminates before June 30 and all 
available Leave Days have been used, the overpayment will 
be deducted from the final paycheck at the rate of 11185 of 
the annual salary for each such day. 
d. Absence in excess of five (5) consecutive days may require 
medical, legal, or psychiatric evidence that  such absence was 
necessary. Such evidence may be requested by the District 
Superintendent or designee, and will be evaluated by the 
District Superintendent. 
e. After a total of 6 or more days of absence during the year, the 
Administration may a t  its discretion hold a formal conference 
to review a staff member's absences. 
f. Absence for reasons other than  dlness or death in the family 
on the day(s) immediately preceding or the day(s) 
immediately after a holiday or vacation period require prior 
written notification to the Department Director and approval 
of the District Superintendent. 
g. Payments for unused Leave Days: for any staff member who 
starts the current school year with at least 50 accumulated 
Leave Days from prior years, and who uses 2 or fewer Leave 
Days during the current school year, tha t  staff member may 
request by the last day of school in June compensation as 
follows: 
- For 50% of the unused Leave Days earned during the 
current year, the staff member will be paid a one-time 
payment in  a n  amount equal to 20% of hislher current year's 
daily rate (11185 of the annual salary). 
- Any days for w h c h  compensation is received will be 
deducted from future total Leave Day accumulations. The 
remainder of annual leave days for which no compensation is 
received are added to the total accumulation. 
- The payment will be made during the month of July. For 
any teacher who does not have direct deposit, the teacher 
must make speclfic arrangements to either pick up the 
payment or to have it mailed. 
(See Item 22(C) for additional stipend for unused leave days.) 
Extended Sick Leave Allocation 
The Board and the Association endorse the availability of sick 
leave protection for staff who have illnesses which extend beyond 
personally accumulated sick leave in a school year. 
The guidelines are as  follows: 
a .  The Extended Sick Leave Allocation will be 150 days, 
reestablished annually by the Board. 
b. Anyone wishing to apply for Extended Sick Leave Allocation 
must first exhaust his or her personal accumulation of sick 
leave time. Additional days granted from the Extended Sick 
Leave Allocation may not extend beyond a school year other 
than the year of extended illness. 
c. Any bargaining unit member who is awarded days from the 
Extended Sick Leave Allocation wdl be required to pay back 
50% of the number of days awarded. The schedule of pay 
back is to be determined by the Executive Committee. 
d. Leave days from the Extended Sick Leave Bank will be 
distributed at the discretion of the Executive Committee 
upon request in writing by bargaining unit member and with 
approval by the District Superintendent. 
e. A written summary report of the Executive Committee's 
decisions must be delivered to the Board of Cooperative 
Educational Services and the Executive Committee of the 
Association annually, not later than the regular August 
meeting of the Board. The Board and the Association are 
expected to review the effectiveness of the Extended Sick 
Leave Allocation annually. 
3. Personal Business - -  Without Pay 
Personal business days without pay may be granted a t  the 
hscretion of the District Superintendent in cases of special need. 
Requests for personal business days without pay shall be in 
writing, and must include the reason for and period of absence. 
At least three (3) school days notice is customary, except in 
emergency situations. 
4. Jury  Duty and Required Court Appearances 
When it is necessary for any staff member covered by this 
Agreement to serve on a jury, the staff member shall be paid the 
difference between the fee(s) paid as  a juror and the employee's 
regular salary for each day. Money received by a n  employee for 
mileage wlll not be considered for such computation. Absence for 
jury duty or when required to testlfy in a court of law will not be 
deductible from accrued leave. 
Required appearance for hearings or court appearances in  which 
the employee is either the plaintiff or defendant require the use of 
a Leave Day(s) or leave without pay. I n  the event the staff 
member can reasonably return to work for one-half day they will 
do so. 
5. Severe Weather Closings 
When classes a t  the main campus of T-S-T BOCES a t  555 Warren 
Road and the T-S-T Community School at Elmira Road are 
cancelled due to weather conhtions, bargaining unit members 
will not be expected to work unless there is a pre-scheduled 
conference or workshop day which constitutes a t  least half a day 
contingent on weather conditions tha t  allow safe travel. 
Bargaining unit members who work in component school district 
schools or at locations other than  the T-S-T BOCES main campus 
and T-S-T Community School will follow the school closing, delay, 
or early dismissal procedures of the school or location where they 
work. 
B. Long-Term Absence 
1. Absence Without Pay 
a.  Extended absence without pay may be granted to bargaining 
unit members. Requests for such leave will be made to the 
District Superintendent as  early as possible, and under no 
condition later than May 1 of the school year preceding the 
year for w h c h  the leave is requested. As a matter of 
courtesy and communication, immediate supervisors should 
receive copies of leave requests. Leave requests should be 
reasonably explicit about dates and rationale. Such leave 
shall be for a maximum of three years. Bargaining unit 
members on leave without pay may continue with the 
current health and/or dental benefit plan by paying the full 
cost of the health and/or dental benefit premiums. The 
bargaining unit member will not accumulate additional leave 
days during a leave without pay. Unused accumulated leave 
days will be retained. 
b. A bargaining unit member shall return to the original or 
similar teaching position, unless the position is abolished. In  
the event of a reduction in force, Education Law 2510 will 
apply. 
c. If the leave is approved, the bargaining unit member cannot 
return prior to the end of the approved leave date without 
prior approval of the District Superintendent. 
d. If the leave is for less than 93 school days, there will be no 
penalty to salary upon return, except for any credit for work 
experience in a salary "formula." 
If the leave is for 93 or more school days, the salary increase 
for the subsequent school year (or year of return if the leave 
includes 2 or more school years) wdl be prorated and based 
upon the amount of time actually worked. 
2. Special Leave (Teacher - Other Agency) 
a .  T-S-T Board of Cooperative Educational Services, upon 
recommendation from the District Superintendent, may 
grant a teacher a special one (1) or two (2) year leave of 
absence without pay. The leave will be one (1) or two (2) 
complete school years, i.e., September 1 - June 30, without 
pay or employee benefits. 
Example: Special Leave applies to Peace Corps, VISTA, 
National Teaching Corps, Exchange Teacher Programs, 
service in public office. 
b. Evidence of employment in the related field of employment 
will be presented to the District Superintendent on return 
&om the leave by the governmental agency that had 
employed the teacher. If approved, the yeads) of experience 
will be credited toward salary upon the bargaining unit 
member's return, except in the case of public office. 
c. When applying for the Special Leave, the bargaining unit 
member will present a plan of tentative activities. Only one 
(1) bargaining unit member may be granted a Special Leave 
a t  any given time. Any bargaining unit member receiving a 
Special Leave may not apply for a second time. 
d. The bargaining unit member shall return to the original or 
similar teaching position, unless the position is abolished. In 
the event of a reduction in force, Education Law 2510 wdl 
apply. 
e. If the Special Leave exceeds one (1) full semester, the 
bargaining unit member shall give the District 
Superintendent a forty-five (45) school day advance writ ten 
notice of intent to resume the teaching assignment. 
f. A bargaining unit member on Special Leave will not 
accumulate additional leave days during the Special Leave. 
Unused accumulated leave days will be retained. 
3. Parental Leave 
a. 1. Bargaining unit members shall be entitled to a parental 
leave of absence without pay for the purpose of child 
rearing. 
2. The length of a parental leave shall not normally exceed 
four (4) semesters. 
3. Except in emergencies, the bargaining unit member 
must submit a written request for parental leave to the 
District Superintendent forty-five (45) days prior to the 
time the leave is to commence. 
4. Except in emergencies, a bargaining unit member shall 
notify the District Superintendent in writingof a n  
intention to return to work a t  least forty-five school (45) 
days prior to the resumption of duties. 
5. Under normal conditions, the resumption of a 
bargaining unit member's employment shall correspond 
with the start  of a new semester. 
b. A bargaining unit member on parental leave may continue 
with the current health and/or dental benefit plans by paying 
the full cost of the health andlor dental benefit premiums. 
BOCES will pay its share of health and dental benefit 
premiums for continued coverage under the required 
provisions of the Family and Medical Leave Act of 1993 
(normally up to 12 weeks). 
c. A bargaining unit member shall return to the original or 
similar teaching position unless the position has been 
abolished. In the event of a reduction in force, Education 
Law 2510 will apply. 
d. The bargaining unit member will not accumulate Leave Days 
during a parental leave. Unused accumulated days will be 
retained. 
e. The returning bargaining unit member will be entitled to 
salary increases a s  per item 7.B.l.d. of this Agreement (Long- 
Term Leave of Absence) the following year. 
f. The conditions of parental leave also apply to adoption of 
children. 
4. Extensions of Parental Leave 
Following a bargaining unit member's return from parental leave 
as  provided above, and during a period not to exceed two (2) years 
from when the child was born or adopted, the bargaining unit 
member may apply to the Board of Cooperative Educational 
Services for additional parental leave under the following 
conditions: 
a. Circumstances necessitating the request arose after the 
notice of intention to return and could not have been 
anticipated prior to that  time. 
Item 8. 
b. Those circumstances are where health or welfare of the child 
is involved, and the parent is required to give personal 
attention. 
5. Family Medical Leave Act (FMLA) 
It is recognized by the parties that the Family Medical Leave Act 
of 1993 (F'MLA) provides for certain leave benefits in relation to a 
bargaining unit or member of that person's family. This 
agreement is to be construed in accordance with the provisions of 
the FMLA, as amended or interpreted from time to time. In case 
of any inconsistency or incongruity between the provisions of this 
contract and the FMLA, provisions of the FMLA control. 
Grievance Procedure 
A. Purpose 
To establish procedures under which employees may present 
grievances, free from coercion, interference, restraint, discrimination 
or reprisal, and to seek at the earliest possible administrative level 
equitable solutions to alleged grievances. 
B. Definitions 
"Employer" - -  The Tompkins-Seneca-Tioga Board of Cooperative 
Educational Services. 
"Aggrieved Employee" --  The Association and/or any person or 
group of persons in the negotiating unit represented by the T-S-T 
BOCES Teachers' Association. 
"Supervisor" - -  Any person excluded from the negotiating unit who 
is assigned to exercise any level of supervisory responsibility over 
the employees. 
"Grievance" - -  A claim by any teacher or group of teachers in the 
negotiating unit based upon any event or condition affecting their 
terms and conditions of employment which shall be limited to any * 
claimed violation, misinterpretation, or misapplication of this 
Agreement. 
C. Basic Standards and Principles 
1. Every public employee or group of employees within the 
bargaining unit shall have the right to present grievance(s) to 
their employer in accordance with the provisions of this 
procedure, free from interference, coercion, restraint, 
discrimination or reprisal, and the grievance procedure 
established under this procedure shall provide the right to be 
represented a t  all stages thereof. 
2. I t  shall be a fundamental responsibility of supervisors a t  all 
levels, commensurate with the authority delegated to them by 
their supervisors, promptly to consider and to take appropriate 
action upon grievances presented to them by employees under 
their supervision. To such extent as is practicable, appropriate 
authority shall be delegated to such supervisors to enable them to 
carry out the purposes of this procedure. 
3. The Board of Cooperative Educational Services and the 
Association agree to fachtate any investigation which may be 
required and to make available any and all material and relevant 
documents, communications, and records concerning the alleged 
grievance. 
4. An aggrieved employee shall have the right at all stages of a 
grievance to confront and cross examine all witnesses called 
against that  employee, to testify and to call witnesses on his or 
her own behalf, and to be furnished with a copy of any minutes of 
the proceedings which may be taken, except as otherwise provided 
in this article. 
5 .  The grievant may select an  Association member of whomever he 
or she chooses for representation at Stage 1, 2, or 3 of this 
grievance procedure. 
6 .  The existence of the procedure hereby established shall not be 
deemed to require any teacher to pursue the remedies here 
provided and shall not,, in any manner, impair or limit the right of 
any teacher to pursue any other remedies available in any other 
form. 
7.  No written grievance will be entertained as described below, and 
will be deemed waived unless written grievance is forwarded at 
the first available stage, within twenty (20) school days after the 
occurrence of the act or condition on which the grievance is based. 
8. If the decision at one stage is not appealed to the next stage or the 
procedure within the time limit specdied, the grievance will be 
deemed to be discontinued and further appeal under the 
Agreement shall be barred. 
9. Failure at any stage of the grievance procedure to communicate a 
decision to the aggrieved employee, his or her representative, 
and the Association within the specified time limit shall permit 
the lodging of an  appeal a t  the next stage of the procedure within 
the time which would have been allotted had the decision been 
communicated by the final day. 
D. Grievances: Procedural Requirements and Appeals 
Stage 1. 
The first procedural stage shall consist of the aggrieved 
employee's presentation of the alleged grievance to an immediate 
supervisor who shall, to such extent as the immehate supervisor 
may deem appropriate, consult with the aggrieved employee for 
the purpose of resolving the grievance within five (5) school days 
after the receipt of the grievance. The discussion and resolution 
of grievances a t  the first stage shall be on an informal basis. If 
such grievance is not satisfactorily resolved a t  the &st stage as 
described above, it shall be reduced to writing and presented to 
the immediate supervisor within three (3) school days following 
conclusion of discussion and consultation. The immediate 
supervisor shall render a decision in writing to the aggrieved 
employee, and/or representative and the Association within three 
(3) days of receipt of the written grievance. 
Stage 2. 
The second procedural stage shall consist of a written appeal by 
the aggrieved employee to the District Superintendent or his duly 
authorized designee within five (5) school days of the receipt of 
the written decision from Stage 1. The District Superintendent 
may request a written statement setting forth the specific nature 
of the grievance and the decision rendered at Stage 1. Within ten 
(10) school days following the submission of such appeal, the 
District Superintendent or duly authorized designee shall hold a 
hearing a t  which the employee and/or a representative may 
appear and present oral and written statements or arguments. 
The final determination of the second stage of such grievance 
proceeding shall be made by the District Superintendent in 
writing, to the aggrieved party and/or representative and the 
Association within five (5) school days after the conclusion of the 
hearing. 
3. Stage 3. 
Any aggrieved employee dissatisfied with the determination of the 
grievance a t  the second procedural stage may appeal to the Board 
of Cooperative Educational Services within five (5) school days 
following receipt of the written decision at Stage 2. The aggrieved 
employee shall be granted a hearing before the Board on such 
appeal. The hearing shall be conducted in executive session, 
w i t h n  one (1) calendar month of the receipt of such appeal. The 
Board shall render its decision in writing, not later than ten (10) 
school days after the hearing. 
4. Stage 4. 
After such hearing, if the aggrieved employee is not satisfied with 
the decision a t  Stage 3, and the Association determines tha t  the 
grievance is meritorious, it may submit the grievance to 
arbitration by written notice to the Board of Cooperative 
Educational Services within ten (10) school days of the receipt of 
the decision fkom Stage 3. 
Within five (5) school days after such written notice of submission 
to arbitration, a request for a list of arbitrators will be made to 
the American Arbitration Association by the Association. The 
parties will be bound by the rules and procedures of the American 
Arbitration Association in the selection of a n  arbitrator. 
The arbitrator will hear the matter promptly and will issue a 
decision as promptly as possible after the date of the close of the 
hearing. If oral hearings have been waived, the decision should 
be relative to the date the final statements and proofs are 
submitted. 
The arbitrator's decision will be in writing and will set forth 
findings of fact, reasoning, and conclusions on the issues. 
The decision of the arbitrator shall be final and binding upon all 
parties. 
The arbitrator shall have no power or authority to make any 
decision that  requires the commission of a n  act prohbited by law 
or which violates the terms of this Agreement. 
The costs of the services for the arbitrator will be borne equally by 
both parties. 
Item 9. Association Rights 
A. Use of School Facilities 
1. The Association may use campus buil&ng(s) for Association 
business in accordance with Board Policy and regulations by 
completing room and building request forms. 
2. There will be faculty bulletin boards in the Powell and the Smith 
Buildings for the exclusive use of the  Association, as  well as 
access to the electronic bulletin board. 
3. The present policy, which permits the Association to use 
interschool mail facihties and faculty mailboxes, will be 
continued. 
4. The Association will, upon request, be allotted up to twenty (20) 
minutes for Association business during each half-day faculty 
conference, seminar, or workshop. 
5.  The Association will be permitted to use, for Association business, 
certain typewriters and duplicating equipment and other office 
machmes, in accordance with appropriate regulations. The 
Association will defray the costs involved, includmg the costs of 
photocopying. 
B. Release Time for Association President 
Every effort will be made to provide flexible after-school freedom from 
ordinary obligations for the Association President, so that  he or she 
may effectively discharge the duties of that  office. Certain obligations 
(e.g., parent or student conferences, faculty meetings) take precedence 
in these efforts. 
C. Association Leave 
With 24 hours' prior notification to immediate supervisors, Association 
officers, committee members, and other designated representatives 
will be granted paid leave time for the purpose of carrying out 
Association business. The total number of days available to the 
Association for Association Leave will not exceed twelve (12) in any 
July 1- June 30 school year. 
Item 10. Teacher Evaluation and Personnel Files 
A. Evaluation 
Commissioner's Regulations require that  the performance of all 
professional personnel will be reviewed annually. Teachers wdl be 
evaluated according to guidelines in the Annual Professional 
Performance Review plan adopted by the Board. Copies are available 
&om the Association Executive Committee and/or program 
supervisors. 
The purpose of observation and evaluation is to improve teaching 
performance, a s  well a s  to help make a judgment as to whether or not 
a teacher receives continuing appointment. Staff evaluations will * 
follow written guidelines, as developed by the District Superintendent 
or designee and representatives of the Association. These guidelines 
are available to staff by request at any time. 
There will be a minimum of two (2) classroom observations of each 
probationary teacher per year. One (1) observation must be prior to 
December 1 and the second prior to March 1. It  is understood that  two 
(2) observations is a minimum number and that more will occur 
whenever feasible or necessary. 
There shall be one (1) pre-observation conference yearly for each 
probationary teacher. The purpose of this conference shall be to 
acquaint the observer with the class make-up and program, and to 
explain the specific criteria and objectives of the observation and 
evaluation procedure. 
Tenured teachers will be evaluated annually by their supervisor. The 
annual evaluation of tenured teachers will be based on either formal 
observations or the goals setting conference as determined by the 
supervisor in consultation with the teacher. 
All monitoring of a teacher's performance will be done openly and with 
the full knowledge of the teacher concerned. Any observation or 
evaluation which has bearing on future employment will be committed 
to writing, discussed with the teacher, signed by both parties, and 
placed in the teacher's personnel file. Evaluation reports shall be 
signed by the teacher to indicate ONLY that  the report has been read. 
There shall be a post observation/evaluation conference within ten (10) 
days after each formal observation or evaluation. This conference will 
be used to discuss areas to be improved and methods to accomplish 
this. In  the event that  the evaluation report contains deficiencies, 
written suggestions for improvement will be provided. 
A Study Group consisting of representatives from the bargaining unit 
and the administration will be formed and meet in 2004-05 to conduct 
a review of the Annual Performance and Professional Review Plan. 
This group wdl make recommendations to the District Superintendent 
regarding any changes in the evaluation process. Any changes or 
additions to the current contract procedure will require a 
memorandum of understanding signed by both parties. 
B. Personnel Files 
The official personnel file for each bargaining unit member shall be 
maintained in the BOCES Central Office. Upon reasonable notice to 
the District Superintendent or Deputy Superintendent, a member of 
the bargaining unit may inspect his or her official personnel file, with 
a Central Office employee present, and may copy any information in 
that  file. Pre-employment information is exempt from this inspection, 
as is any subsequent privileged information such as  a letter of 
reference to a prospective employer or placement file. 
A bargaining unit member does have the right to have an  Association 
representative or other individual present during a n  inspection of the 
personnel file. Material in that file may not be removed, but the 
bargaining unit members may place rebuttal statements in the file, 
attached to the material of concern. 
Before any derogatory material is placed in an official personnel file, 
the bargaining unit member will be given a copy of the material and 
shall be offered the opportunity to sign the material. The signature 
signifies ONLY that the material has been reviewed, and does not 
necessarily inhcate agreement with the contents. 
Item 11. Discipline and Dismissal 
A bargaining unit member shall be afforded an opportunity to request 
the presence of an Association representative or other individual in 
any case when an administrator or supervisor has specifically 
requested a conference for disciplinary reasons. 
In the event that the performance of a bargaining unit member is 
judged to be unsatisfactory, that bargaining unit member will be 
provided with a written statement to that effect. A meeting will be 
scheduled between the immediate supervisor and the bargaining unit 
member for the purpose of designing procedures by whch performance 
could be improved in order that employment could be continued. 
These suggested procedures should be established in writing. 
Procedure when tenure is not to be granted at the conclusion of the 
probationary period, or when services are to be hscontinued at any 
time during the probationary period, shall comply with due process as 
outlined in Education Law, Section 3031. 
Procedure when the services of a tenured teacher are to be 
discontinued for sufficient cause shall comply with Sections 3014, 
3020, 3020-a, and any other pertinent sections of Education Law. 
No bargaining unit member will be disciplined or discharged without 
due process, as  defined in appropriate sections of Education Law. 
Only Tompkins-Seneca-Tioga Board of Cooperative Educational 
Services administrators can propose and carry out this due process. 
Abandonment of Position - Failure to report to work for three 
consecutive days and without notification to an immediate supervisor 
wdl be considered abandonment of position and may be subject to 
dismissal in accordance with Educational Law. 
Item 12. Workday, Work Year, and Staff and Program Development Activities 
A. Workday 
Bargaining unit members shall follow the school calendar of the 
building in which they work. They also shall follow the workday 
schedule of the building in which they work (on the BOCES campus 
and in BOCES-owned locations elsewhere, this means a minimum of 7 
hours and 15 minutes per day). For any staff member who works in 2 
or more buildings during the day, the workday shall be 7 hours and 15 
minutes, and any assignment beyond that time shall be compensated 
accordingly. 
B. Flex Time 
The Shared Decision Making teams for Vocational and Exceptional 
Children departments may annually develop guidelines for Association 
members to use Flex Time in planning their work schedules. The 
teams will follow the boundaries established by those Shared Decision 
Making teams for 1995-96. These guidelines must carry a signature 
from the Directors, signifying knowledge of the proposals. The 
proposals need final approval, annually, from the District 
Superintendent before implementation. The Association and the 
District Superintendent will review the use of Flex Time annually. 
C. Work Year 
No bargaining unit member shall be required to work more than  185 
days, with the exception of Item D-4 below. If the school calendar 
exceeds 185 days and no emergency closing days have been used 
during the year, any days beyond 185 will be scheduled a s  additional 
vacation days and will be prior to June 15 of that school year. 
D. Staff and Program Development 
The Association and T-S-T BOCES are committed to an  aggressive and 
unique program of Staff and Program Development. The guidelines 
are: 
1. $3,600 of the allocation of funds available for Staff and Program 
Development Activities will support the stipends for Association 
members on the Steering Committee (see #2 below). 
2. All Staff and Program Development applications must be approved, 
facilitated and monitored by the Staff and Program Development 
Steering Committee. The Steering Committee must have two (2) 
bargaining unit members from the Vocational program, two (2) 
bargaining unit members from the Exceptional Education program, 
two (2) bargaining unit members from the Association's Executive 
Committee andor  Negotiating Team, and up to three (3) members 
appointed by the District Superintendent. Each bargaining unit 
member of the Steering Committee wdl receive a $300 stipend 
annually. If the Chairperson for the Steering Committee is a 
bargaining unit member, helshe will receive a $1,200 stipend 
annually. The Chairperson must be elected by the membership of 
the Steering Committee upon recommendation of the Executive 
Committee by May 1 for the following school year. If the 
Chairperson is other than a bargaining unit member, the 
appointment must be approved by the Association Executive 
Committee. A Recording Secretary wdl be elected by the Steering 
Committee, and will receive a $600 stipend annually. 
3. An allocation of dollars equal to 11185th of the average teacher 
salary x 2.2 x the number of Association FTE's as of March 1st plus 
.5 x the average teacher's salary will be available for Staff and 
Program Development activities in the following budget years of 
2004-05 and 2005-06. For the budget years of 2006-07 and 2007-08, 
an  allocation of dollars equal to 11185th of the average teacher 
salary x 2.3 x the number of Association FTE's as of March lstplus 
.5 x the average teacher's salary will be available for Staff and 
Program Development activities. Projects earning those dollars will 
be approved, facilitated and monitored by the Staff and Program 
Development Steering Committee (see #2 above), which will 
annually establish its operating policies. The framework for those 
policies will be 
a. Each teacher may apply for up to five (5) days of approved 
projects during a school year. Up to two days may be 
requested between July 1 and December 31. Up to an 
additional 3 days may be requested on January 1 or 
thereafter based on availability of funds. Approved project 
days for which per diem will be paid must be outside the 
regular workday. Each day of project experience must be 
approved by the Steering Committee in advance, using 
the annual format devised by the Steering Committee. 
b. Beginningwiththe2004-2005schoolyear,staffand 
program development applicants will be paid a one-time 
payment for 11185th of current annual salary for each 
workday for each approved project. T h s  amount will be 
prorated as appropriate for partial days. 
c. Stipends will be crehted as  soon as possible after the 
completion of a project within the normal routines of 
payroll procedure. 
The Staff and Program Development Steering Committee has full 
authority to develop and implement annual guidelines for these 
programs and projects. The Steering Committee is also obliged to 
prepare an  annual evaluation report, which goes to the BOCES and 
to the Association. 
The costs for substitute teachers required for staff who are 
participating on approved projects will be paid with Staff and 
Program Development funds. 
The costs for operating expenses, supplies and clerical support will 
be paid with Staff and Program Development funds and will be 
managed by the Staff and Program Development Steering 
Committee. 
Any employee who had Staff and Program Development Days 
added to their base salary before July 1, 2004 will continue to have 
those days added to their base salary formula at a rate of $100.00 
per day. No additional days may be added to the base salary after 
June 30, 2004. 
Superintendent's Conference Days 
A Shared Decision Making Team or Department Director may request 
tha t  one Superintendent's Conference Day be traded for time after 
school hours during the school year. The date to be used for this traded 
day must be mutually agreed by the Teachers' Association, Employees' 
Association, and District Superintendent. 
Interpreters a t  Events Beyond Normal School Day 
Interpreters are required to provide services for students who elect to 
participate in required, school-sponsored events, which occur beyond 
the school day. Interpreters will be paid a n  hourly rate commensurate 
with their daily rate for all direct interpreting services required for the . 
event. 
The Interpreter is responsible for insuring that all ADA requirements 
for the event are arranged (e.g., TTY, Close Captioning in hotel room). 
Interpreters will be assigned to events in the following priority order: 
1. the BOCES Interpreter who regularly interprets in the 
classroom or for the organization sponsoring the event unless 
excused by hislher supervisor; 
2. the Interpreter with the most seniority who works in the same 
building with the student and who volunteers; 
3. another Interpreter with most seniority who volunteers. 
If the above sequence does not produce a volunteer, the least 
senior Interpreter wdl be assigned by the Supervisor using the 
following sequence: 
1. another Interpreter who works with the student; 
2. another Interpreter who works in the same building with 
the student; 
3. another BOCES Interpreter. 
Item 13. Conditions of Employment 
A. Working Conditions 
Bargaining unit members who believe they are working in unsafe and 
unhealthy conditions are expected to confer with an immediate super- 
visor. If the bargaining unit member is unsatisfied with the response 
a t  that level, that bargaining unit member's views should be 
committed to writing and taken directly to the District 
Superintendent. The bargaining unit member may invite a 
representative from the Association to be present at either level of 
discussion. 
B. Freedom to Perform Professional Duties 
Bargaining unit members shall be free to perform their professional 
duties without fear of assault or reprisal by any individual or group of 
individuals. If violence or threat of violence to bargaining unit 
members and/or students is implied by the words or actions of any 
individual or group of individuals, the bargaining unit member shall 
have the right to remove said student or students from class, withm 
the fkamework of Board Policy and Commissioner's Regulations, until 
such time as the immediate s u p e ~ s o r  and the bargaining unit 
member agree that the health, safety, and welfare of the bargaining 
unit member and other students are no longer in jeopardy. 
Psychological and social services may be necessary to implement that 
end. 
C. Policy Manual 
The President of the Association shall receive a copy of the Board's 
"Policy Manual" plus any revisions or additions. 
D. Access to Telephone 
Bargaining unit members shall have access to a telephone whenever 
the bargaining unit member has no assigned duties and 
responsibilities. The telephone shall be located in an area where 
privacy is assured. Charges for personal toll calls will be billed to the 
employee. 
Lunch Period 
Each bargaining unit member shall be provided a thirty (30) minute 
duty-hee lunch period daily. "Duty-hee" shall be defined as freedom 
from supervision of students, horn conferences with parents, 
supervisors, or other auxiliary personnel or other duty which inhinges 
upon the bargaining unit member's lunch period. During this period 
the bargaining unit member may leave the building. 
Preparation Time 
The administration shall make every possible effort t o  provide each 
bargaining unit member with a daily preparation time. In the event 
scheduling problems prohibit a daily preparation time, the bargaining 
unit member will have the schedule adjusted to insure a minimum of 
130 minutes weekly for purposes of preparation. 
Tenure 
Members of the professional staff shall be considered for tenure in 
accordance with appropriate Law of the State of New York. Part-time 
staff will be granted tenure, assuming that the usual standards of 
evaluation have been applied and assuming that the accumulated 
part-time service totals the equivalent of three (3) full years of 
employment in consecutive years. 
Leaving Employment 
Bargaining unit members who may have reached a decision to leave 
employment with the BOCES should inform the District 
Superintendent of t h s  decision as soon as possible. In turn, the 
District Superintendent or designee should communicate, in writing, 
with bargaining unit members about proposed reassignments and 
location of assignment for the next school year w i t h  ten (10) calendar 
days of the decision to reassign. The District Superintendent reserves 
the right to alter types and locations of assignments if component 
districts have to change their numbers of students, but affected staff 
will receive a personal written notice of these alterations once they 
have been decided. 
On-the-Job Injury and Workers' Compensation 
In the event of an  on-the-job injury or occupational disease, which 
clearly falls under the guidelines of Workers' Compensation, there 
shall be no deduction from Leave Day accumulations for any of the 
first 5 workdays if verification of the injurylillness and inability to 
work is provided from a physician. 
Leave Days must be used for any days in excess of 5 for a single injury1 
occupational disease. Any Leave Days that are used as a result of an 
on-the-job injury or occupational disease shall be reinstated to the 
employee's accumulated Leave Days based on the extent to which 
BOCES is reimbursed for salary during the teacher's absence. (Ths  
shall be computed by dividing the daily rate of the teacher into the 
total reimbursement: the quotient wdl equal the number of days to be 
reinstated to Leave Days. Fractions less than one-half wdl not be 
credited; fractions more than one-half shall be credited as a full day.) 
Any disabrlity compensation award other than salary payment shall go 
directly to the teacher. 
In the event that there is a hsagreement over whether or not the 
injury or disease is occupationally related and falls under the Workers' 
Compensation guidelines, the Extended Sick Leave Allocation 
Committee will make an informed decision utfizing the appropriate 
sections of Workers' Compensation Law and advice from the Workers' 
Compensation carrier. 
BOCES wdl pay its share of the health/dentaYprescription premium 
for a period up to one year if a teacher is out from work due to an on- 
the-job injury or occupational disease. 
J. Class Size 
Special education classes for exceptional children shall follow the class 
size recommendations established in State Regulations, and shall 
deviate from those Regulations only for very brief intake times or only 
through authorized waivers, obtained in accordance with the 
Regulations. 
K. Related Services Sessions 
Every effort wdl be made to keep sessions for related services at or 
below ten (10) sessions per day. 
Release Time for IEP's 
Individual Education Plans (IEP's) are created for exceptional children 
each school year, followed by progress reports a t  various times 
through-out the year. Bargaining unit members responsible for IEP's 
and progress reports shall have a half-day of released time during each 
of these reporting times. Whenever possible, their duties wdl be 
covered by other staff, but substitutes will be obtained whenever 
necessary. 
M. Procedures for Seniority and Credit Toward Tenure for Part-time Staff 
1. Any staff member covered by the negotiated Agreement who is 
employed half-time or more (at least .5 FTE) and who is not a 
long-term substitute will be eligible to accumulate seniority. 
2. Seniority may accumulate only in the tenure area in which a 
person is appointed. 
3. Any part-time staff member who is a long-term substitute 
(employed for a semester or more) and who is appointed to a 
probationary appointment a t  the immediate conclusion of 
employment as a long-term substitute wdl have the employment 
as a long-term substitute counted toward seniority if service is in 
the same tenure area. 
4. Any staff member who has a n  interruption of employment for one 
or more of the following reasons wdl have hlsiher seniority 
accumulate for the periods of employment prior to and after the 
interruption of employment (the period of interrupted service will 
not count toward seniority): 
-leave of absence without pay formally granted by 
the District Superintendent andfor Board of 
Cooperative Educational Services; 
-termination as a result of abolition of position and 
subsequent rehiring within the period of preferred 
eligibility under Education Law, Section 2510. 
5. A paid leave of absence (for example: for medical reasons) will not 
be considered a n  interruption of employment, and seniority will 
continue to accumulate during the period of the leave of absence. 
6 .  All seniority will be prorated and based upon the percent of time 
worked. Seniority will be based upon number of months worked. 
Twelve (12) months of seniority shall be credited for one full year 
of work from September through June. Additional work during 
July, August, or any other school recess period wdl not 
accumulate seniority. Service of less than one month within one 
calendar month shall be credited in days and based upon the 
actual number of days worked. 
7. I n  the event of a transfer to a position withm a new tenure area, 
seniority shall accumulate a s  prescribed in Part  30 of the Rules of 
the Board of Regents for employees first hired after August 1, 
1975. Employees hued prior to August 1, 1975 will be accorded 
seniority rights as provided in Education Law. 
8. I n  order to make equitable and accurate comparisons between and 
among part-time and full-time staff members, the rules above 
shall apply to full-time staff, also. 
N. Supervision and Evaluation 
Supervision of staff members working in local school districts will be 
coordinated by BOCES administrators. Staff evaluation may be done 
at the discretion of local building andfor school district administrators. 
0 .  Job Sharing 
The BOCES and the Association are receptive to the idea of job 
sharing. Requests for job sharing will be carefully evaluated, looking 
a t  such critical issues as  continuity of instruction, duplication of 
benefits (e.g., a second health insurance), accumulation of seniority, 
progress toward tenure distribution of leaves (e.g., sick, personal, and 
family leaves), and access to such benefits as  mini-grants, retirement 
stipends, and health insurance in retirement. Recommendations will 
go from the District Superintendent to the Board, whose decision will 
be final and not subject to the grievance procedures. 
P. Notification of Teaching Assignments 
Wherever possible, the BOCES will notlfy a teacher of a proposed 
change in teaching assignment within 5 working days of the decision. 
However, it is agreed that  changes in enrollments may necessitate last 
minute changes of assignment. 
Item 14. Summer Employment 
The annual salary for bargaining unit members is based upon a ten-month 
agreement. Terms, salary, and employment conditions of additional summer 
employment shall be established commensurate with duties and 
responsibilities for employment in  a professional capacity. Any bargaining 
unit member employed in any capacity other than professional will be 
compensated commensurate with that  assignment. 
Bargaining unit members will be assigned to summer school positions in the 
following priority order: 
1. Staff who have worked previously in our summer school, based on 
summer school seniority at BOCES within their job classdication. 
2. Staff who have not worked previously in our summer school, based 
upon seniority at BOCES within their job classdication. 
3. If two or more individuals have exactly the same seniority, then the 
Supervisor will make a final selection. 
Bargaining unit members who commit themselves for teaching employment in 
the summer months prior to February 14th will be paid at the rate of 11185th 
of current annual salary times the number of days employed. Subsequent 
hires will be paid a t  the rate of 11200th per day. All other applicable benefits 
of t h s  Agreement will be applied in a prorated manner. Leave Days will 
accumulate at the rate of one (1) day for each full 15 days of employment 
during the summer. Continuing employees will have access to their regular 
Leave Day accumulations. 
Item 15. Payroll Calendar 
The payroll calendar shall be developed as soon as possible after the school 
calendar is adopted and the holiday schedule is established for 12  month staff. 
The payroll calendar will be reviewed by a committee consisting of a t  least one 
representative &om each of the following: Teachers' Bargaining Unit, 
Administration and the Payroll Office. The review of the payroll schedule by 
the committee will be for the purpose of scheduling payments that  fall during 
a break or holiday period. Changes to the payroll schedule wdl only be made 
when feasible. Payroll dates wdl be on the 15th and the last day of the month, 
or the business day preceding this date if it occurs on a holiday or a weekend, 
except where changes have been approved by the committee. The payroll 
calendar will be distributed by June 30 for the next school year. 
Item 16. Payroll Deductions 
Deductions for health and/or dental benefits, retirement, United Fund, and 
other approved purposes shall be made after proper authorization by the 
District Superintendent and the Board of Cooperative Educational Services. 
The Board agrees to make routine deductions for the Tompkins-Seneca-Tioga 
BOCES Teachers' Association, state and/or national affiliate(s), designated 
banks, the NYSUT Trust, and the Cornell Federal Cre&t Union, when proper 
authorization is filed by individuals. 
Item 17. Types of Payroll 
The contract salary for ten-month staff shall be paid by dividing it into 20 or 
24 payments as chosen by the staff member. 
The 20 payment schedule provides 1/20 of the contract salary in each 
bimonthly paycheck &om September through June. 
The 24 payment schedule provides 1/24 of the contract salary in each of the 
first 20 bimonthly paychecks fiom September through June, with a 4/24 
paycheck on the last school day and a 1/24 paycheck on the last pay date in  
June. 
Item 18. Retirement, and Continuation of Health and Dental Benefit Coverages 
When a bargaining unit member retires (as opposed to resigning), health and 
dental benefits will be available in retirement years according to the following 
guidelines. In order to retire fiom BOCES, the staff member must be eligible 
at that  time to collect benefits from the Teachers' Retirement System. 
A. A bargaining unit member who has worked for the T-S-T BOCES for 
the equivalent of 1-9 years full-time wdl have health and dental 
benefits available, as noted in C. below, for number of years equal to 
years of employment. The District Superintendent may waive the 
terms of this eligibility into B. below, if circumstances warrant. This 
waiver may not be effected until the Executive Committee of the 
Association has reviewed a written explanation of the purpose and 
details of the proposal, and had sufficient time to respond. Years of 
service with BOCES may include time before and after a break in 
service. 
B. A bargaining unit member who has worked for the T-S-T BOCES for 
the equivalent of between 10 and 19 years full time will have 
unlimited years of coverage, available a t  rates noted in C. below. Years 
of service with BOCES may include time before and after a break in 
service. 
C. Eligible bargaining unit members, as defined in A. and B. above shall 
be limited to an employer contribution for each year of retirement of a 
dollar limit equal to the dollar amount paid by the employer a t  the 
time of retirement or the amount paid by the employer for active 
employees, whichever is less. 
D. A bargaining unit member who has worked for the T-S-T BOCES for 
the equivalent of 20 years full-time will have health and dental 
benefits available for an unlimited number of years with the same 
conditions of coverage and contribution as active employees. Years of 
service with BOCES may include time before and after a break in 
service 
E. Eligible retirees may continue in the health and dental benefit plans a t  
full personal cost after the guidelines noted above have been 
exhausted. A surviving spouse of an employee may continue in the 
health and dental benefit plans a t  full personal cost. 
I?. Retirees prior to June 30, 1987 wdl continue to be covered as under 
past Agreements a t  the time of actual retirement. 
Retired staff members are eligible for the number of years specified in 
A, B, or D above, and may start and stop coverage. However, coverage 
must be in minimum amounts of one year and may only start or stop 
on the anniversary date of retirement. Retired employees may change 
coverage when in their retirement years, but the employer 
contribution to the new coverage must follow the guidelines noted 
above. In no instance may the employer cost exceed the cost for the 
coverage a t  the time of retirement (the only exception is D. above, 
which shall be applied just as written with no restrictions, even when 
a change in coverage is effected). 
H. If a bargaining unit member retires without health andior dental 
benefit coverage, and finds it necessary to begin coverage, he or she 
may do so at a rate determined by G. above. 
I. Part B Medicare coverage for eligible retired employees a t  age 65 for 
bargaining unit members hired prior to July 1, 2004: Staff who retire 
with 1-9 years of T-S-T BOCES service wdl receive an equalnumber of 
years' support of Part B Medicare premiums. Staff who retire with 10 
or more years of service with this BOCES will receive unlimited years 
of support. Coverage for an  employee's spouse will be provided by 
the BOCES. Payment for Part B Medicare wJl  be for the first $600 of 
the annual payment amount, with any amount above $600 to be paid 
50% by the BOCES and 50% by the retiree. Part B Medicare 
payments will begin only upon direct request of the retiree, and only 
after proof that coverage has been elected. The BOCES Human 
Resource Office will do, withm reason, what they can to notify retirees, 
before their 65th birthdays, of their benefits for Mehcare Part B. 
Any bargaining unit member b e d  after July 1, 2004 will be 
responsible for 100% of the costs associated with Part B Medicare 
coverage. 
Item 19. Transfers 
In transferring a program to or from BOCES, conditions of program andlor 
individual teacher's status shall be worked out between the local school 
district and BOCES. New York State Law shall prevail (Section 3014-a and 
3014-b). 
Item 20. Board Meeting Agenda and Minutes 
A. Board Meeting Agenda 
The Board will continue the policy of sending a copy of the tentative 
Board Meeting Agenda and related materials (if available) to the 
Association President prior to regular meetings. 
B. Board Meeting Minutes 
The Board will continue the policy of posting copies of the tentative 
Board Meeting Minutes, and of sending copies of approved Board 
Meeting Minutes to staff who request them in writing. 
C. Agreement Copies 
The District Superintendent or designee shall provide the Association 
President with a list of all eligible employees in the negotiating unit. 
The District Superintendent or designee shall provide sufficient copies 
of this Agreement for each member, plus twenty-five (25) copies. The 
Association shall share the cost for reproducing the Agreement. When 
new teachers in the unit are employed, the Association shall be 
notrfied. The Association accepts the responsibhty of providing each 
bargaining unit member with a copy of the Agreement. 
Item 21. Employment Opportunities 
A. From September 1 to June 20 of each year a dated notice shall be 
posted on bulletin boards in BOCES buildings of each staff vacancy in 
a ten-month teaching position, of each vacancy on the administrative 
staff, and of new teaching and administrative positions when created. 
The notice shall state the title of the position to be filled, the 
qualifications required, and the person to contact for an  interview. The 
Board will give close consideration to applications filed by present 
employees and will not enter into a formal employment contract with 
an  applicant in less than ten (10) days from the date the notice is 
posted. 
B. From June 21 to August 25 of each year, notice and regulation of 
positions cited in A. above will be mailed to all BOCES staff who, by 
June 1, request such notice bv furnish in^ the District Superintendent 
or designee with ten (10) self-addressed, stamped envelopes, and 
indicating- the desired emplovment position sought. The Board will 
give close consideration to applications filed by present employees and 
will not enter into a formal employment contract with an applicant in 
less than seven (7) days &.om the postmarked date on the envelope as 
received by the teachers. 
Item 22. Salary, Stipends, and Educational Increments 
A. Salary 
Salaries for returning and new staff in the 2004-05 school year are 4% 
based upon a formula which includes credit for total years of teaching 
and/or credited occupational experience, years with this BOCES, 
graduate credits earned, a Master's Degree, and/or any other in-service 
credits. In-service credit for contact hours is based & upon those 
credits awarded after July 1, 1987. 
If new staff are hired a t  a salary other than that derived from the A 
formula, the Association Presidentk) wlll be notdied. 
.The formula for each 2004-05 full-time salary calculation is as follows: 
(1) the base salary is $32,932; 
(2) credit for each approved year of teaching experience andlor each 
year of approved occupational experience (including years with 
the T-S-T BOCES), is $585. 
(3) additional credit for each year of teaching experience a t  the T-S-T 
BOCES is $185. 
(4) credit for each approved unit of in-service contact hours (one unit 
= 15 contact hours) earned after July 1, 1987 is $65; 
(5) credit for each approved semester hour of graduate studies earned 
is $65; 
(6) credit for an earned Master's Degree is $300 (credited for only one 
Master's Degree); 
(7) any teacher who completes 9, 14, 19, or 24 years of teaching with 
this BOCES prior to September 9th wdl receive a stipend of $500 
(for each level completed) to be added to the base salary. For 29 
years of service an additional $1,000 is added, and for 34 years of 
service an adhtional $1,250 is added. 
(8) any staff member working less than full-time (100%) will have his 
or her full-time salary calculated and then multiplied by the 
percent of time worked. (Any salary credit for graduate studies 
or in-service contact hours earned after July 1, 1989, shall be paid 
at the full rate if the staff member works 50% or more. All 
graduate credit is prorated if employment is less than 50%.) 
(9) any bargaining unit member who had staff and program 
development days added to their base salary before July 1, 2004 
wdl continue to have those days added to their base salary 
formula a t  the rate of $100 per day. No additional days may added 
to the base salary after June 30, 2004. 
The salary formula for 2005-06 salaries will yield a total increase of 
3.95% for returning staff. 
The salary formula for 2006-07 will yield a 3.85% total increase for 
returning staff. 
The salary formula for 2007-08 will yield a 3.85% total increase for 
returning staff. 
The salary formula shall be determined by the Association contingent 
upon approval by the District Superintendent and the Board of 
Education. 
Salaries for certain job categories will be determined as follows: 
A certified Occupational Therapy Assistant will receive 80% of the 
formula amount, except for any educational increment earned 
after July 1, 1989, which shall be paid a t  the full rate. 
An Interpreter hired prior to July 1, 2004 will receive 75% of the 
formula amount, except for any educational increment earned 
after July 1, 1989, which shall be paid a t  the full rate. 
B. Additional Stipends 
1. Skills USA advisors will be paid a $500 annual stipend. 
Any staff member may request to become an approved bus driver. 
If the request is approved by the Program Director and the staff 
member completes the requirements for an N1 or N2 Commercial 
Driver's License, then a stipend of $500 (N1) or $300 (N2) will be 
paid. For any school year in which a staff member drives a 
minimum of 10 trips (other than the initial year in which the CDL 
is obtained) a stipend of $500 (N1) or $300 (N2) will be paid at the 
end of the school year. BOCES will pay the fee for any staff 
member currently not driving students to keep hisher 
Commercial Driver License (CDL) current if BOCES agrees that 
the staff member may be needed for driving students in the 
future. 
3. If requested by a local school district and approved in advance, a 
staff member who provides Assistive Technology evaluations 
beyond the normal school day will be paid a t  a rate consistent 
with his/her daily rate. 
4. T-S-T BOCES provides for mentoring support per the Mentoring 
Component of the Professional Development Plan. The stipends 
(pro-rated when appropriate) for bargaining unit members who 
serve as mentors are as follows: 
a. Level One Mentor (for 1st year newly certified teachers, full- 
year) is $600; 
b. Level Two Mentor (for experienced teachers new to TST 
BOCES program, full-year) is $200; 
c. Level Three Mentor (for tenured teachers or uncertded 
teachers, full year) is $600. 
5. In the event that an annual appointment is made for the following 
responsibilities, the annual stipend is indicated: 
- Yearbook Editor ($200) 
- Newspaper Editor ($200) 
- Consulting and Support Team (C.A.S.T.) Report Writing 
($200) 
- TCI Lead Trainer ($600) 
- TCI Trainer ($500) 
- Program Team Leaders ($200) 
- Coordinator of Hearing Impaired ($1000) - This 
responsibility includes supervision of Interpreters 
- Assistant Trainers for the Alternative Assessment ($500) 
Bargaining unit members wdl be given priority in the event of 
annual appointments to the above positions. 
Retirement Stipend 
1. Any bargaining unit member who chooses to retire from active 
service at or beyond the age of fifty-five (55) AND who has been 
employed by this BOCES at least 10 years is eligible for a 
Retirement Stipend (cash award) as follows: 
- Must meet normal requirements for retirement under TRS. 
- $6,500 wdl be paid for the first 10 full years of service with this 
BOCES. 
- $500 will be paid for each additional full year of service beyond 
the first 10 years. 
- Maximum credited years of service is 25. 
- Part-time and part-year work wdl be prorated. 
- For each accumulated Leave Day at the time of retirement, 
$25 will be paid at the time of retirement. As an  alternative, for 
any teacher who has used less than 25% of the available Leave 
Days during hislher career, beginning with the 1998-99 school 
year, a payment for 20% of the remaining Leave Days wi4l be 
made a t  the daily rate a t  time of retirement. 
- The award for years of service is fixed at age 55 for Tier I 
Retirement System members; a t  62 for Tiers 11, 111, and IV. 
However, a Tier 11,111, or IV member who retires before age 62 
will receive the amount calculated based upon total years at time 
of retirement. 
Anyone retiring on disability (as determined by the Teachers' 
Retirement System) will be eligible for the Award as calculated a t  
the time of disability retirement. 
2. A staff member has the option of not receiving payment a t  the 
time of retirement and applying the stipend to future 
health/dental insurance premiums. If the staff member fails to 
live long enough to collect the full amount in insurance payments, 
then any residual amount will be paid to a designated beneficiary 
or to the estate. 
To be eligible for this Retirement Stipend, a written notice of 
intention to retire must be submitted to the District 
Superintendent no later than March 15 of the school year of 
actual retirement. Payment of the cash award shall be made 
withm one calendar year of the last day of employment, or by 
June 30 of the year of retirement if the award would be beneficial 
toward calculation of a 5-year Final Average Salary at a time to 
be determined by the bargaining unit member. The cash award 
may be paid a t  any time after the Board has acted on the 
retirement notice, in a fashion to be determined by the bargaining 
unit member. 
4. Bargaining unit members who announce a retirement date two or 
three years in advance of the actual date may request payment of 
their retirement stipend divided equally over the requested period 
of time. Letters announcing these intentions must be received by 
March 15th of the appropriate year. 
D. Educational Increments 
When a staff member has earned a Provisional or Initial Certificate for 
a teaching area, helshe may apply for an educational increment for 
each cluster of 3 or more semester hours of graduate or undergraduate 
courses subject to approval by the Program Supervisor and District 
Superintendent or designee. 
The BOCES also encourages participation in selective in-service 
education programs that will lead to the improvement of instruction. 
Staff members interested in an in-service course must seek prior 
approval from the Program Supervisor and District Superintendent or 
designee for educational increment or hourly payment for any selective . 
in-service education program activity. The Program Supervisor and 
District Superintendent or designee will determine whether the 
bargaining unit member who participates in an approved selective in- 
service education program receives educational increment or hourly 
payment of $20. 
Approved selective in-service education programs for the bargaining 
unit member's choice of educational increment or hourly payment are 
those that are skill development based and are directly related to the 
instruction and assessment of the content taught by the teacher. They 
involve activities tha t  are  typically interactive, hands-on cycle of input, 
modeling and guided practice and seek to help participants introduce 
one or more slulls into their teachmg and assessment practices. 
Examples could include but may not be limited to TESA, multiple 
intelligences, cooperative learning, ddferentiated instruction, 
understanding by design, rubric design, alternative assessment, 
elements of instruction, initial LSCI training and higher education 
coursework required for professional certification. 
Approved selective in-service education programs for hourly payment 
only are those that  are essentially input programs designed to 
introduce new ideas, concepts or programs tha t  increase participants' 
knowledge base or understanding. Examples could include but  may 
not be limited to bus safety training, CPR training, curriculum 
development activities, higher education informational sessions, TCI 
training, LSCI "refresher" trainings, transition planning sessions, 
technology awareness presentations, and SED or professional 
organization meetings. 
One (1) semester hour of credit is granted for each 15 clock hours of 
approved in-service education. 
Educational Improvement forms must be completed and given to 
appropriate administration for record keeping. Written requests for 
increments to be added to salary, including transcript(s) andlor grade 
report(s) must be in the District Superintendent's Office prior to 
September 15 or January 15. BOCES wdl take formal action on the 
increment at the regular Board meeting in October or February. 
Pay adjustments will be for the full increment if completed by 
September 15 and for half the increment if completed by January 15. 
For staff members employed less than full time, payments for 
increments will be paid as if the individual had been full time. 
$65 is added to salary for each semester hour of credit. A minimum of 
3 credits must be earned in order to apply for a salary increment. As 
a n  alternative, staff members may receive $250 for a n  approved block 
of 3 credits ($84 for each additional credit beyond the minimum of 3) as 
a one time onlv payment, which is not to be continued in subsequent 
salary calculations. 
E. The rate of pay for participation in  approved staff development and 
curriculum development activities is $20 per hour. The rate may not 
duplicate any salary payment for Staff and Program Development 
activities. 
The rate of pay for conducting trainings sponsored by T-S-T BOCES 
outside the contractual day is $50 per hour, which will normally include 
all preparation time. At the discretion and upon approval of the division 
director, additional payment for preparation time may be made a t  $20 
hour. 
Item 23. Severance Compensation or Resignation 
A. For any staff member who will not be rehired due to abolition of a 
position, a Severance Compensation Stipend will be paid. 
B. Severance Compensation Stipend options are as follows: 
1. For a staff member who meets both of the following criteria: 
- has worked a t  least five (5) full years with this BOCES; and 
- who is 60 months or less &om first eligible retirement as  
defined by the New York State Teacher's Retirement System, 
that staff member is eligible for a Severance Compensation 
Stipend calculated by using the formula for a Retirement 
Stipend in Item 22.C.1. 
2. For a staff member who meets both of the following criteria: 
- has worked a t  least five (5) full years with this BOCES; and 
- who is more than 60 months &om first eligible retirement 
as defined by the New York State Teachers' Retirement 
System, that staff member is eligible for a Severance 
Compensation Stipend equal to $50 per day of accumulated 
Leave Days to a maximum of100 Leave Days (i.e., the 
maximum stipend would by $5,000). 
3. For a staff member who meets both of the following criteria: 
- has worked a t  least five (5) full years with this BOCES; and 
-is age 55 or over, that staff member may choose either the 
Stipend in #1 or #2 above. 
C. As an alternative to the above, for any staff member who will not 
continue employment with this BOCES as a result of resignation, or 
retirement, or abolition of position, the following stipend is available: 
1. For a staff member who meets all of the following criteria: 
- has worked a t  least five (5) full years with this BOCES, and * 
- is not being dismissed from employment for cause, and 
- is not resigning as a n  alternative to dismissal, and 
- who has used less than 25% of hislher available Leave Days 
earned since September 1, 1998, that staff member is 
eligible for a lump sum payment in the amount of 20% of 
hislher daily rate (in the year of departure), for each 
accumulated Leave Day. 
D. A Part-time staff member is eligible for a prorated Stipend above based 
upon the percentage of time employed. Percentage of time employed 
shall be determined by averaging the percentage of time employed 
during the entire career with BOCES, not simply in the year of 
employment termination. 
E. Payments for unused Leave Days may be made only once, and may not 
be duplicated. 
F. Any bargaining unit member whose position is abolished and who is 
subsequently rehired at BOCES (either fiom a preferred eligible list or 
as a new employee) wdl have any leave days, for which no previous 
Severance Compensation Stipend has been paid, reinstated to hisher 
accumulation at the time of rehiring. If t h s  bargaining unit member 
subsequently retires fiom BOCES, there will be no Retirement Stipend 
except for that which is based upon accumulation of leave days for 
which no prior payment has been made. 
Item 24. Teacher Azde Assignment 
A. The District Superintendent shall allocate teacher aide positions 
within the period of a single school year with extensions for additional 
periods as needed. 
B. The District Superintendent wdl make every effort to involve the 
specific receiving teacheds) in recruiting and assigning teacher aides. 
For this purpose, bargaining unit members agree to leave summer 
addresses and telephone numbers with the District Superintendent. 
When a teacher is dissatisfied with a teacher aide's performance, the 
teacher will undertake to talk over the difficulty with the teacher aide, 
and shall in any case notlfy the immediate supervisor. If the result is 
not satisfactory to the teacher or the teacher aide, the immediate 
supervisor wdl consult separately with the teacher and the teacher 
aide in an  effort to learn what the nature of the difficulty is and what 
basis may exist for improvement. If the matter seems to warrant, the 
immediate supervisor will meet jointly with the teacher and the 
teacher aide in the interests of programmatic and personal changes, 
which will assist in reaching a solution. 
D. Should these efforts be unavaihng, the immediate supervisor shall 
report the conflict to the District Superintendent for resolution. 
Item 25. Conference Attendance 
A. Bargaining unit members shall attend conferences contingent upon the 
avadabihty of funds and the value of the conferences to the school 
system. Priority will be given to conference activities supporting 
department goals. The District Superintendent will approve or 
disapprove such requests. The District will budget funds by 
department for conference attendance. 
B. 1. In  the interest of broad dissemination of information on 
professional workshops and conferences, the BOCES shall 
transmit to the Association President or designee appropriate 
literature, notices, circulars, and flyers concerning professional 
conferences and workshops. 
2. Any or all professional conference/workshop materials as  per 
B.1. above which the Association President or designee think 
appropriate shall be duplicated a t  Board of Cooperative 
Educational Services' expense. 
Item 26. No Reprisals 
There will be no reprisals against any bargaining unit member for reason 
of membership in the Association. 
Item 27. Savings Clause 
If any provision of the Agreement or any application of the Agreement to any 
employee or group of employees shall be found contrary to law, then such 
provision or application shall not be deemed vahd and subsisting, except to 
the extent permitted by law, but all other provisions or applications will 
continue in full force and effect. 
Item 28. Duration of Agreement 
This contract shall be effective as  of July 1, 2004 and shall continue in effect 
through June 30, 2008. 
